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Introduction 


The United Arab Emirates (UAE) established international trade in the 
latter part of the twentieth century. In less than half a century, thanks to its 
rapid economic development, the United Arab Emirates went from being 
predominantly rural to urban, with a standard of living on par with that of 
other civilized nations throughout the world. Human resources departments 
in GCC (Gulf Cooperation Council) countries and the UAE in particular have 
been fighting for the past decade to become professionally organized and 
appreciated in public and private organizations (Waxin and Bateman, 2016). 
For instance, SMEs in the UAE private sector have a lack of clarity in 
regulations and procedures pertaining to hiring, promotion, remuneration, 
training, and development (Fenech, Baguant and Ivanov, 2019). According 
to Haak-Saheem and Festing (2020), many companies in the private sector 
either pay their workers late or don't pay them at all, resulting in wages 
that are not just lower than in the public sector but also significantly lower 
than in the rest of the economy (Budhwar and Mellahi, 2016). More than 
7.384 million people are employed in the UAE, with men making up 86.5 
percent of the workforce and women 13.5 percent. The Kafala system 
provides a form of sponsorship that helps the UAE's labor market thrive. A 
sponsor, or Kafeel, is essential for every worker (Eltweri, Faccia, & 
KHASSAWNEH, 2021; Bagheri, 2016). 


Each employee in the private sector is supposed to have a local sponsor, as 
opposed to the public sector, where each employee's employer is the Kafeel. 


Making sure that every local person has a job and the skills they require to 


satisfy the demands of the labor market is a significant issue for the 
government. Another target is the decrease in the number of foreign 
workers in the United Arab Emirates (Singh and Sharma, 2015). The United 
Arab Emirates' National Human Resources Development and Employment 
Authority (TANMIA) believes that all residents should have equal access to 
educational and occupational opportunities. The goal of the Emiratization 
initiative is to decrease the country's reliance on foreign labor while 
simultaneously increasing the number of jobs available to natives. Local 
hiring is prioritized when there is a possibility that the expertise is 
dispersed across the country. Administrators, for instance, are often hired 
locally (BaniMelhem, Elanain and Hussain, 2018). From a strategic human 
resources approach, the UAE will start offering the golden visa—long-term 
residency—to gifted individuals in 2022. Among these are teachers, doctors, 
scientists, and remarkable pupils. Because of this, talented people are more 
likely to stay in the country, which improves productivity over time 
(Khassawneh, 2018). 


Strategic Human Resources and Workplace Diversity 


Given the significant rise in the number of foreign workers employed across 
the many economic sectors in the UAE, diversity in strategic human 
resource management (SHRM) is a crucial topic. Over the past two decades, 
there has been a dramatic growth in the number of foreign employees in the 
United States, making it more important than ever for business executives 
to develop innovative approaches to managing their increasingly diverse 
workforce. Workforce demographics in the UAE are unique due to the fact 
that nearly eight million foreign workers from a wide range of nations 
coexist there (Haak-Saheem, Festing and Darwish, 2017). In 2020, foreign 
workers made up more than 90% of the total labor force in the United Arab 
Emirates across all industries. Organizations must design HR diversity 


policies capable of retaining a productive staff due to the reality of 
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workforce diversity (Khassawneh and Abaker, 2022). (Khassawneh and 
Abaker, 2022). To rephrase, it stands to reason that a more diverse human 
resources department will lead to greater output from its employees. To 
prevent individual variations from limiting corporate goals like productivity, 
it's vital to manage a varied staff (Karam, Ab Yazid, Khatibi and Azam, 
2017). (Karam, Ab Yazid, Khatibi and Azam, 2017). 


Research shows that the United Arab Emirates has made some lip service 
attempts to institutionalize diversity-related initiatives. The government's 
response has primarily been restricted to drafting new legislation that 
safeguard the rights of indigenous employees, such the Emiratization 
program. All employees, regardless of race, gender, religion, sexual 
orientation, age, or any other distinguishing factor, must be treated equally 
under the law, as mandated by many private corporations (Khassawneh & 
Abaker, 2022; Silic, Marzi, Caputo and Bal, 2020). Conflict management is 
one way that other private businesses handle workplace diversity; 
Management often steps in only when conflicts become too disruptive to 
business operations. Recent trends, such as the increasing number of 
foreign workers and the frequency with which workplace disputes are 
reported, highlight the urgency with which government and businesses 
must handle diversity issues (Alajlani and Yesufu, 2022; Khassawneh & 
Mohammad, 2022a). 


Several studies have been conducted to ascertain the level of approval that 
workers have for effective human resource diversity practices in the 
workplace. The UAE relies heavily on foreign workers, making it crucial to 
understand how locals feel about and interact with people who are different 
from them in terms of race, gender, language, health status, and religion 
(Al-Thehli and Ahamat, 2019). To ensure the safety of working women in the 
UAE, all businesses must comply with local law. 


The Federal Human Resource Law No. 11/2008 of the United Arab Emirates 
(UAE) protects both young people with ambition and minors. Federal 
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agencies are expected to hire personnel based on their professional merits 
in conformity with Article 14 of the law. Only people with the cognitive and 
physical capacities needed for the job should be assigned to it (Khassawneh 
& Mohammad, 2022b; Aburumman, Salleh, Omar and Abadi, 2020). 
Companies that treat their hardworking employees unfairly or don't live up 
to their standards do so illegally. Aside from these limited exceptions, 
people who are determined to work are afforded the same rights as 
everyone else in all aspects of the workplace, including the application 
process, any tests required, the selection committee, the appointment 
process, and any subsequent moves such as promotions, resignations, or 
retirements. In other papers, themes like working women in law are 
covered (Khassawneh and Mohammad, 2022; Rana and Malik, 2016). 
(Khassawneh and Mohammad, 2022; Rana and Malik, 2016). According to 
Article 53-1, working women are entitled to 60 days of paid maternity leave. 
Article 53-2 allows working mothers to take two hours off per day to care 
for their infants (under four months old). The legislation permits these 
ladies to select between arriving two hours late or using the flexible 
scheduling method to leave work whenever they desire for the same amount 


of time. 
SHRM and Institutional Perspectives 


The institutional point of view provides a unified starting point for exploring 
the SHRM landscape in the UAE. The significance of social organizations as 
external influences on the policies and practices of businesses is a key 
element of this theoretical approach. It provides a theoretical basis for 
assessing a number of fundamental difficulties that businesses face under 
certain conditions. The underlying principle is that most businesses are 
influenced and pressured by society to adopt environmentally responsible 
operations (Khassawneh, Mohammad & Ben-Abdallah, 2022; Murali and 
Aggarwal, 2020). 


Rao and Abdul (2015) argue that SHRM practices are context-specific, and 
that both culture-free and culture-bound variables effect national SHRM 
practices, all in an effort to show a connection between institutional 
arrangements and SHRM policies and practices. In other words, 
institutional and cultural contexts are likely to impact SHRM practices and 
policies in enterprises in a certain setting. There has been a lot of 
discussion about how institutions shape SHRM and how deeply important 
SHRM practices remain embedded in their different institutional contexts 
recently (Mohammad & Khassawneh, 2022; Haak-Saheem & Festing, 2020). 
Rational decision-making procedures that attempt to maximize performance 
are said to be influenced by the institutional framework in which an 
organization operates, as well as by institutional theory. According to 
Daleure, Daleure, and Krishnan (2016), businesses are institutionally 
constituted entities that, to survive, need to conform to the institutionalized 
and rationalized expectations of their environment and take on the expected 


forms of business organization. 


The local management principles and paradigms of the UAE and their 
impact on HRM have been the focus of previous research (e.g., Haak- 
Saheem & Festing, 2020; Waxin and Bateman, 2016). Coercive, mimetic, 
and normative isomorphism, in accordance with Budhwar and Mellahi 
(2016), are the three types of isomorphism by which organizations adopt a 
variety of behaviors. According to Haak-Saheem and Festing (2020), 
national institutional configurations are stable throughout time whereas 
organizational level practices inside individual countries are path 


dependent and reflect specific historical situations. 


Researchers BaniMelhem, Elanain, and Hussain found that MNEs in the 
UAE relied substantially on IHRM (International Human Resource 
Management) norms and strategies (2018). According to the existing body 
of institutional research, multi-national enterprises (MNEs) are influenced 


and pressured to adopt human resources (HR) practices that are deemed 


appropriate for a location and scenario. The UAE's particular institutions 
and their impact on MNEs' HRM have not been explored in past study. They 
instead zero in on institutional theory in order to probe the effects of home- 
country institutional variables on international human resource 
management at overseas subsidiaries. In contrast to the stable and secure 
institutional bases prevalent in industrialized nations, the study shows that 
IHRM activities based on an institutional framework are vulnerable to and 
influenced by external, unpredictable, and uncontrollable factors. Alajlani 
and Yesufu (2022) examine the prevalence and influence of distinctive HR 
Management on company performance across different types of firms in a 


developing market context, including the UAE. 


A study of comparative capitalism reveals that the official and informal laws 
of industrialized countries reinforce one another through their respective 
HR network structures (Mohammad, Darwish, Singh, & Khassawneh, 2021). 
In contexts with poor institutional institutions, there are fewer chances to 
disseminate HR bundles that benefit all parties. However, it's highly 
improbable that they'll improve anything. 


The Future Evaluation and Obstacles 


The institutional method provides a one-stop shop for accessing the UAE's 
SHRM ecosystem. This theoretical perspective is noteworthy because of the 
emphasis it places on social organizations as external influences on 
company policies and practices. In a given context, it offers a theoretical 
basis for evaluating a variety of fundamental challenges faced by 
businesses. The underlying idea is that governments and groups should put 


pressure on firms to implement green policies (Murali and Aggarwal, 2020). 


To show that there is a connection between institutional arrangements and 
SHRM policies and practices, Rao and Abdul (2015) suggest that SHRM 
practices are context-specific and that both culture-free and culture-bound 


variables have an impact on national SHRM practices. Simply put, the 


institutional and cultural circumstances in which a company operates will 
have an impact on its SHRM practices and policies. There has been a lot of 
focus as of late on the significance of institutional influences on SHRM and 
the persistence of SHRM practices in their respective institutional contexts 
(Haak-Saheem & Festing, 2020). Rational decision-making processes that 
attempt to maximize performance, as well as the institutional context in 
which they operate, have an effect on the decisions, policies, and practices 
of organizations, as proposed by institutional theory. According to Daleure, 
Daleure, and Krishnan (2016), organizations are institutionally constituted 
entities that must obey the rationalized and institutionalized expectations of 
their environment in order to survive, as well as adopt the expected 


organizational structures. 


Previous studies have underlined the significance of the UAE's indigenous 
Management paradigms and ideas, particularly in the field of human 
resource management (e.g., Haak-Saheem & Festing, 2020; Waxin and 
Bateman, 2016). Budhwar and Mellahi (2016) identify three types of 
isomorphism—coercive, mimetic, and normative—through which 
organizations adopt a variety of behaviors. It has been argued by Haak- 
Saheem and Festing (2020) that while national institutional configurations 
remain stable over time, organizational level practices within countries vary 


according to their unique histories and contexts. 


BaniMelhem, Elanain, and Hussain found that MNEs in the United Arab 
Emirates (UAE) rely heavily on IHRM tactics and principles (2018). 
According to the existing institutional research, MNEs are influenced and 
pressured to conform to HR practices that are judged appropriate for a 
region and circumstance. In previous studies, the distinctive UAE 
institutions and their effects on the HRM of MNEs were ignored. Instead, 
they use institutional theory to examine the impact of parent country 
institutional variables on international human resource management in 


abroad subsidiaries. The research reveals that, in contrast to the stable and 


secure institutional bases present in industrialized countries, IHRM 
activities based on institutional framework are subject to erratic and 
uncertain external factors. In their study, Alajlani and Yesufu (2022) 
investigate the prevalence and effects of distinctive HR management on 
company performance across different types of firms in a developing market 


context, including the UAE. 


Evidence from a study of comparative capitalism suggests that the formal 
and informal legal frameworks of advanced economies reinforce and 
support one another. Few chances exist to spread mutually beneficial HR 
bundles in settings with weak institutional structures. To this day, it 


remains highly unlikely that they will achieve better outcomes. 
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